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ABSTRACT 



The major purpose of this study was to determine 
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teacher salary, teacher load, curriculum issues, teacher status, 
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ABSTRACT . 

Problem 

The major purpose of this study was- to determine whether signifi- 
cant differences in morale existed among teachers employed by rural school 



districts . 

The major hypotheses to be tested were formulated from the follow- 
ing questions: 

1. What combination of biographical variables best predict 
teacher morale? 

2. What differences iti morale* exist among teachers grouped 




according to selected levels of salary? 

3. What differences in morale exist among teachers grouped 
according to different levels of salary increase? 

4. What effect do the following biographical variables have 

on teacher morale: age, sex, educational preparation, 

years teaching experience, teaching assignment, teachers 




new to the system or returning, accreditation level of 
school, rate of teacher turnover and school size? 

■f\: Procedures 

The population Consisted of all high school districts in North 



Dakota whose 1968-69 high school enrollment: (glades 9-12) was 400 or 




The* i'esearch^ sainpleviij^ was selected from the,* 







population so that it was representative of eight regions into which the - 
state was divided according to the map included in the 1970 North Dakota 
Title III ESEA State Plan. Teachers within those 46 districts during 
the 1969-70 school year formed the teacher population for objectives one, 
two and four. Teachers who taught in the same school district the previ- 
ous year (1968-69) formed the teacher population for objective three. ■ 

The Purdue Teacher Qpinionaire (PTO) was used for measuring 
morale* The Opinionaire contained a total morale score and the following 
10 factor scores: (1) teacher rapport with principal, (2) satisfaction 

with teaching, (3) rapport among teachers* (4) teacher salary* (5) 
teacher load, (6) curriculum issues, (7) teacher status* (8) community 
support of education, (9) school facilities arid services , and (10) com- 
munity pressures . 

Eight-hundred nine opinionaires were distributed and 545 of them 
were returned in usable form; a 67 per cent return; The statistical 
techniques used in the analysis of the data included stepwise. backward 
multiple linear regression, analysis of variance and analysis of covari- 
ance using the multiple linear regression approach. 



Results and Conclusions 

The findings of this study support the following general con- 
clusions: 



. v.; ' 1* When the PTO total morale score was used as the criterion, 

py. the significant predictors of morale were educational preparation. 



Ipy years of teaching experience and age. 




2. Teachers who belonged to the lowest salary group scored sig- 
nificantly higher on the factor 2 variable of satisfaction with teaching 
than did the higher salaried groups. 

3. Teachers who belonged to the larger per cent of salary 
increase groups had significantly higher morale scores on the factor 4 
variable of teacher salary than did the groups having lower salary 
increases . 

4. No significant differences in morale were found when 
teachers were grouped according to* their age* 

5. Female teachers had significantly higher morale scores than 
male teachers when factors 2, 7, and 8 were used as criteria* 



6. Teachers having the least amount of education had signifi- 
cantly higher morale scores than did the better educated teachers when 
factors 1, 4-8, and total score were used as the criteria. 

7. The more experienced teachers had significantly higher morale 
when factors 1, 2, 8, 9 and total score were used as the criteria. 

8. Elementary teachers (K-8) had significantly higher morale 
scores than secondary teachers when factors 2* 4-8 and total score were 
used as the criteria. 

9. No significant differences in morale were found when teachers 

were grouped according to their school district’s accreditation rating or 
when teachers were grouped according to whether they were new or return- 
ing teachers to their school district. h : t m 



10. Teachers from school districts having a low rate of teacher 
turnover had significantly higher morale than did high teacher turnover 
: ^districts when factors' 2, 4-7 j 9 and total scbre were used as the crite- 

r -v ; V. 
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morale than 



Teachers from the iarger schools had significantly higher 
teachers from smaller schools when factors 2-7, 9 and total 
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CHAPTER I * 

* INTRODUCTION 

Rationale for the Study 

Morale is a many faceted and complex phenomenon which is con- 
sidered to be an important element in every educational setting. 

Blocker and Richardson (1963) stated that morale s as a term, was vir- 
tually unknown prior to World War I, and that it received little atten- 
tion until after World War II. Researchers including Burton (1938), 
Oppenheimer and Britton (1952) * Zischka (1960) , and Blocker and 
Richardson (1963) have indicated that morale has been studied exten- 
sively in industrial and military settings but to a much lesser degree 
in educational settings. 

' T. ' : •’ . ' ■ •’ . v ■■ 

The Board of Education of the City of New York (1961, p. 1), 
made the following suggestions and recommendations concerning the 
benefits from studying teacher morale: 

1, Administrators should provide sound democratic leader- 
ship and emphasize wholesome human relationships in the 
administrative process. 

2, Administrators should develop better policies and proce- 

dures for recruitment , employment , orientation.* and 
evaluation of teachers. . 

3, There should be periodic studies of teacher morale rather 
than only in time of difficulty arid crisis. 1 . 

Richards (1964) maintained the fact that one or more of every 



four teachers in his study expressed unsatisfactory attitudes 








toward nearly one-third of the items concerning theit job* supervision, 
public relations, and opportunities for advancement bh a morale ques- 
tionnaire indicated that there was a great need fcb study teacher morale. 

' The importance of inoraie in bringing about Individual and group 
achievement has been recognized since the early 1950 'si Hatny students 
of morale believe that high morale on the part of the teacher and the 
^student sets up an ideal situation in which the teacher best accom- 
plishes educational objectives* and the student makes his greatest 
achievement (Anderson, 1952; Koura, 1963; and Spencer * 1962) . 

Provost (1964, p • 54) reported that: 

Unless nationwide school improvement programs take teacher 
self-image and morale into account, they will be doomed to 
failure. Teacher morale may be the most important single 
factor affecting the pupils 1 academic success and self-image 
in the school setting.. \ 



Purposes and Objectives of the Study 
The major purpose of this study was to determine whether sig- 
nificant differences in morale exist among teachers employed by rural 
school districts. 

The major hypotheses to be tested were formulated from the 
following questions: 
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1. What combination of biographical variables best predict 
teacher morale? 

2. What differences in morale exist among teachers grouped 
according to selected levels of salary? 

3. What differences in morale exist among teachers grouped 
according to different levels of salary increases v 



received? 






'• '' : v*.-: *,• v-i‘ . v' v: • ■ •• : i. 

• ' . n: Vi % '■ , ; ' '.;v^ : *r' r -j;. ** i:-' i'-'. ‘ j: 

•• • ' V 

' v, : ■' ■ 1 1 'V \V;: ; ; 
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4. What effect do the following variables have on teacher 
morale: (a) age, (b) sex, (c) educational preparation, 

(d) years teaching experience, (e) teaching assignment, 
(f) new or returning to the school district* (g) school 
accreditation level, (h) rate of- teacher turnover, (i) 
school size? . ■ 

Assumptions Underlying the Study . 

This study was based bn the assumption that 



teacher morale 

| is a necessity for an effective educational program; It was assumed 

I',. ' '' •' ' : •" 

I that the Purdue Teacher Opinionaire is a valid and reliable instrument 
I for the purpose of measuring teacher morale* 

i Since every effort was made to guarantee anonymity, the 

l ; ; ' : 

I responses to the one hundred items oh the Purdue Teacher Opinionaire 

! . . '.■i v • ; 

\ were accepted as true reflections of the teachers 1 feelings regarding : 

i ' • i 

| ‘ ■ ; • j 

a these items, - 






Limitation of the Study 

A limitation of this study was that teacher morale is not inde- 
pendent of outside factors such as the effect peer grouf> or administra- 
tive pressure might have upon it. In fact, morale is generally thought 
to be a product of the’ interaction between an individual and his environ- 

y. tnent. ' . v •' v --V 

/;;• Studies by Corwin (1963) arid Westfall (1967)* however, have 

I'/.' indicated that the limitations cited were not particularly serious. 

Cptwln indicated that the presence of ‘staff conflict due to various 
^ , .-activities of several' strong personalities striving- for improvement 

I 
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r .. 4 ’ : 

of their teaching situations was not necessarily an indication of- low 
morale. It was recognized that many factors external to the individ- 
ual influence teacher morale. However, morale is generally concerned 
with how one perceives his particular situation, independent of what 
might actually exist. Westfail reported that in most school systems 
one should expect a wide range of morale differences among teachers* 
The different cultural backgrounds , experiences * and aspirations of 
teachers in any school influence their morale; Therefore, teacher 
responses to the Opinionaire items will be regarded as their true 
feelings concerning each item statement lit regard to their teaching 
situation with no attempt to interpret How these responses might 
have been influenced by other teachers* teacher groups, or adminis- 
trators. 

The analysis of the data was limited by the statistical pro- 
cedure used to analyze the data. Analysis of covariance using the 
multiple linear regression approach was one method employed to test 
the data. The variables which were found to be significant predic- 
tors of the P urdue Teacher Opinionaire total morale score when the 
variables were entered into a stepwise backward regression proce- 
dure were utilized as the control variables. A limitation of the 
study V7as that the control variables found to be significant predic- 
tors of the total score were not always the best predictor variables 
of the other ten Purdue Teacher Op ini onaire factor scores; Thus, ‘ ; 



when the factors were used as the criteria in subsequent data analy- 
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The study considered factors related td. tlie: morale of teachers 
in the forty-six schools surveyed and made rib comparisons with other 
schools* Consequently, generalizations will not be made to any popu- 
lation other than the teachers who responded to the Opinionaire. 

Significance of the Stiidy 

In view of the apparent cohcein regarding recruitment and reten- 
tion of teachers who would be willing to live and teach in a rural set- 
ting, this study would seem to offer suggestions for those persons who 
are responsible for such efforts. However * additional study should be 
undertaken to verify findings in othei settings * To the administrators 
and teachers of the forty-six schools stirveyed i this study would seem 
to have particular significance since it will be possible to generalize 
to these settings. The findings inay have definite 'Implications regard- 
ing the educational effectiveness of the schools studied and the 
teachers who staff them. 

The factors or variables that affect teachers arid their teach- 
ing should be of concern to all those who desire to improve the, teach- 
ing and learning situation. ;••• •••...• 

Definition of Key Terms 

' Definitions of key terms used in this research follow: 

Morale : The professional ihterest and enthusiasm that a teacher 

• r: v reveals toward the achievement bf individual and group goals in a given 
school situation. Operationally, for this study ^ teacher morale is 
f ^defined to be the factor scores aiid total score obtained from tlie one-;; 

items comprising thc^- Pu^^ dpinionaire ^^ ^ v;%y r - . 
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Rural Population : The rural population comprises all people who 

reside in cities or towns with 2,500 or fewer inhabitants , or who live 
in the open country. 

Salary : The amount of income a teacher received during the 

1969-70 school year from the school district; v/> 

Salary Raise Levels : The pet cent of salary increase that a 

teacher received betv?een the 1968-69 school year and the 1969-70 school 
year. 

School Accreditation Level ! The numerical fating system that 
the North Dakota Department of Public instruction gives school districts. 
School districts may receive a numerical rating 6f 1, 2, 3, or non- 
accredited. Number 1 is the highest rating and noh-accr edited is the 
lowest rating. The study included only those school districts rated 2 
or lo\jer; i . e . , the predominantly rural school districts. 

Staff Turnover : The percentage of teacliefs in a school district 

not returning between 1968-69 and 1969-70 school years. 

Te acher : A person with at least one-half time or more instruc- 

tional responsibilities in the classroom. 

Years Teaching Experience : The number of years of educational 

experience in public or private schools. 
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CHAPTER II 



REVIEW OF LITERATURE 



Introduction 



Blocker and Richardson (i.963, p, 200) reported that: 

During the last tv/enty-five years* educational literature 
has seen a rapid proliferation of articles dealing with morale, 
a term which was virtually unknown prior to World War I and 
which received scant attention of educators , until the adyent 
of World War II. 

As long ago as 1938, Burton (p. 218) pointed out: . . <. the lack 

of objective investigation of morale (in education) as compared 
with the insights developed by industry*.’* In 1952, j. J. 0ppen~ 
heimer and J. H. Britton (p. 384) similarly observed that" ... 
institutions of higher learning have lagged far behind industries 
in studying staff morale.” 

A number of writers have used the term job satisfaction as 
being synonymous with teacher morale (McCluskey and St ray er, 1940; 
Chase, 1951; Gordon, 1963). Gordon, in his review of teacher morale 
and job satisfaction, reported that the terms morale and job satis- 
faction are used synonymously in the literature and are closely 
related. V' 

Job satisfaction is commonly used to refer to the 
reactions of individuals to specific elements iii the working 
environment ; whereas, morale often is applied to the general 
level of satisfaction and enthusiasm of individuals and 
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Locke (1968) reported that* since the publication of Roethlis- 
berger and Dickinson 1 s Manageme n t and the Worker arid hoppock^s mono- 
graph in the ISSO’s on job satisfaction, interest in the topic of job 
attitude has increased rapidly. Locke reported that as of 1955, over 
2,000 articles had been published on the subjects "Despite this pro- 
liferation of studies, our understanding of * the caiises of job satis- 
faction has not increased substantially iii the past 30 years** (Locke, 

P* 1 > ■ 

There have been many attempts to define morale. Whitlock 
(1959) listed thirty-five definitions by various authors in the field 
of sociology, psychology, industrial management , military and educa- 
tion. The following attempts to define the concept are an indication 
of the scope and importance of morale as a factor to consider in orga 
nizations: 

1* Culbertson, Jacobson and Reller (I960* p* 421) define 
morale "as a climate of satisfaction arising from good 
interpersonal relations and a feeling among employees 
that they are progressing toward mutually accepted and 
worthwhile goals. 




2. Yoder (1948, p. 439)* a student of industrial relations, 
describes morale as "the positive aspect of a condition 
of which the negative side is unrest." 




Spalding (1946* p. 79) claims that "morale is made up of 
the attitudes, emotions and consequent behaviors of indi- 
viduals, 11 ile states further that "morale is one of those 
intangibles of ..the spirit which is essential if any group 
is to put forth its best cooperative effort" (pi 
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Good (1959, p. 352) defines morale as "the tollective' feel- 
ings and attitudes of a teacher group related to their 
duties, responsibilities, goals, supervisors and fellow 

r 

workers , ■ • ” 

5. Locke (1968, p. 10) defines job satisfaction or morale as: 

. . . the pleasurable emotional state resulting from the appraisal 
of one’s job as achieving dr facilitating the achievement of one’s 
job values. Job satisfaction is the uripleastirable emotional state 
resulting from the appraisal of one*s job as frustrating or block- 
ing the attainment of one’s job values or as entailing disvalues. 

Job satisfaction and dissatisfaction are a function of the per- 
ceived relationship between what one wants from one’s job and 
what one perceives it as offering or entailing; 

It is usually assumed that high teacher, morale is good for edu- 
cational systems, Anderson (1953, p. 2ll) attempted to objectively 
verify this view by saying "... teachers in secondary schools showing 
relatively high student achievement appear to have higher morale than 
teachers in schools of relatively low student achievement.’* However* 
Viteles (1953) in a broad survey of the relations of morale to orga- 



nizational behavior, was unable to fi.nd clear-cut evidence that high 
morale and organizational effectiveness were highly correlated* 

I Conceptual Definition 

For research purposes morale has been defined according to the 
conceptual predilections of the researchers. In 1967, Bentley and 
>i; f;Rempel reported that some authorities consider morale to be the emo- 
^. tional and mental reaction of a person to his job. Morale may best be 
: ’ conceived as a continuous variable* The level of morale is then deter- 
^•A^l^^’by the extent to which an individual ’ s needs are satisfied ,, and 
extent to which, the individual perceivbs. satisfactioti as stem-? 
from the total job situation, iligh morale is.- evident; when there 
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is interest in and enthusiasm for the job. What is important in 'morale 
is what the person believes and feels, rather than the conditions that 
exist as perceived by others (Bentiey and Rempel* 1967a) . 

Recently, analysts have been thinking of morale within the 
framework of organizational theory and the problems of maintaining the 
organization. In this approach, two components are usually involved: 

(1) perceived productivity and progress toward the achievement of the 
tasks of the organization (task-achievement) * and* (2) perceived job 
satisfaction or the satisfaction of individual needs through the 
interaction of the participant in his irdle within the work group and 
the total organization (needs-satisf action) (Lonsdale, 1964) . 

The relationship between these two components has been con- 
ceptualized by Guba (1958). Guba considered morale to be the inter- 
action and relationships among role-expectation* needs-dispositions , 
and institutional goals. The morale of an individual depends. on how 
well he can anticipate satisfying role-expectations and personal 
needs-dispositions simultaneously (belongingness); i.e., how clearly 
he perceives logical appropriateness of his role expectations with' 
the goals of the institution (rationality). 

Stogdill (1961) conceived morale as the degree of freedom from 
restraint exhibited by a group working toward a goal. The motivation 
of the individual and the group provides the potential for morale; 
however, the level of morale will be dependent both upon the strength 
of the motivation and the freedom to act. • 

: Locke (1968) reported that Sfcogdili considered morale as only 




' -■ ••••••• : .V* . 3 . h'&:\ .. p. ■• • •■’••• V ; , . 

■ '• .-Pr, ■" ,■'■•;■"•>• .'-v {■’./'/••./.yr; 

•• •: ;■ • • • •• ••'.V - .1 •• . • • 



group integration. Productivity referred to the outcomes that were 
designed to satisfy the expectations aiid values of the group as a whole. 
Productivity on the job may have to be achieved at a host to the satis- 
faction of individual needs. Group integration represents the extent 
to which the group can maintain its structure and its operation under 
stress. The congruence of individual and group goals j a clearly dif- 
ferentiated role structure, and support of group leadership are the 
elements that contribute to group integration. / : 



It can be seen in both Stogdili*s and Giiba’s theories, that 
morale is conceived as an effect resulting from, the successful inter- 
action among individual needs, incentives, and organizational goals. 
These two theoretical considerations sUppoit the conceptual definition 
of morale cited in the studies by Rfempel and Bentley* In their 
studies, "Morale refers to the professional interest and enthusiasm 
that a person displays toward the achievement of individual and group 
goals in a given job situation" (Rempel and Bentleys 1963 ; Bentley 
and Rempel, 1963). This definition shall serve as the definition of 
morale used in this study. • s ■ 

Bentley and Rempel (i967a) reported that thib definition recog- 
nizes the satisfaction of both individual arid group needs and their 
effective harmonization as the basis for morale; Bentley and Rempel 
quoted Childs as saying in 1941 that given a certain task to be accom- 
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Morale pertains to the •factors in the individual’s life 
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^p:;. y]- - ' that bring about a hopeful and energetic participation on 
' : bis part so that his efforts enhance the effectiveness y&fe 

> : ‘ the group in accomplishing the task , in hand (p • . 3) i 
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Multidimensional Aspects of Morale 
Investigators of morale in fields other than education have 
emphasized that morale is multidimensional and not a iinidimetisional 
concept (Wherry, 1958; Mahoney, 195S; Baher and Renck* 195S; Locke, 
1968). According to educational researchers of recent years (Call, 

1958; Redefer, 1959; Blocker and Richardson, 1963; Rempel and Bentley* 
1964), morale studies of education in the past have focused on the 

unidimensional concept rather than the multidimensional aspects of 

morale. ■ v. . '/• 

Wood and LeBold (1967) reported that morale or job satisfaction 
has traditionally been interpreted as d uhidimerisional concept. This 
viewpoint assumes that any positive jot related or environmentally- 
related element offering satisfaction to a worker, woliid create dis- 
satisfaction in its absence* As d tesiiltj the iihidimensionai theory 
requires only an overall job satisfaction measure; 



Herzberg’s (1959) two-factor job satisfaction theory was the 
first significant step toward a multidimensional description of job 
attitudes. Herzberg concluded from his study of engineers and 
; accountants that only intrinsic work elements called satisfiers 
(recognition, achievement* accomplishment, responsibility, and 
advancement) could generate job satisfaction or morale. Conversely, 
extrinsic elements, or dissatisf iers (supervision* wages, interper- 
sonal relations, company policy; working conditions) gave rise to 



j ob dissatisf action * 

v <• ' r £.y \ 







Wood and’Lebold (1967) concluded £rom this brief account of 



r^l^Sthe two factor model that Herzberg imposed multidimensibnality by 
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classifying work elements on the. basis of attitudes associated with a 
given occupation and associated environment* However* further research 
testing the theory has convincingly shown that the iritrins ic-extrinsic 
dichotomy does not adequately reflect the sources of .positive and nega- 
tive job attitudes. In short, both "satisfiers" and "dissatisf iers" 
appear to be involved in both job satisfaction and dissatisfaction 
(Graen, 1966; Burke, 1966; Dunnette et al . , 1967) i 

Morale is, therefore, considered to be multidimensional, and 
only raoi‘ale measuring instruments that take into consideration the 
multidimensional aspects of morale should be utilized in its study. 

The following section reviews the major attempts at developing 
morale measuring instruments. 



Morale Measurem ent and Key Studies 

Many different instruments and devices to measure morale and • 
job satisfaction have been developed. Some, supposedly, have 
general application to any kind of job; others have been prepared 
appropriate to a particular occupation, i.e. , nursing, railroad 
work, government employment, etc." (Bentley and Rempel, 1967a, 
p. 6) . 

Scales have been developed at Colorado University, New York University, 
and Purdue University specifically to measure teacher morale. The pur- 
pose of this section will be to review these key teacher morale studies 
as well as several earlier attempts. 



One of the earliest efforts at measuring morale was attempted 
by. Hoppock in 1935. He administered four simple attitude scales to 
500 teachers, combined the results, and determined those items that 
discriminated between high and low scoring teachers. His results 



indicated that '-the satisf ied enjoyed bettef relationships with . 
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superiors and associates, showed less evidence of emotional maladjust- 
ment, and taught in cities of above ten thousand in population. 

McCluskey and Strayer (1940) continued Hoppock’s research and 
developed a teachers’ situations test by having teachers identify expe- 
riences that- caused them extreme satisfaction or dissatisfaction. This 
instrument included all aspects of the teachitig environment . McCluskey 
and Strayer concluded that nearly every aspect of the teaching environ- 
ment is involved in adjustment to the job situation/ .; 

More recently several teacher morale studies have been conducted* 
specifically for the purpose of developing arid testing morale measuring 
instruments. The work of Suehr (Colorado University), Redefer (New York 
University), and Bentley and Rempel (Purdue University) will be reviewed. 

Suehr's (1962) study was unusual in bo tli emphasis and technique. 
The purpose was to develop an instrument that would reveal not only 
environmental factors affecting morale* but, in addition, would give 
an indication of the respondent’s personality structure* Rather than 
. use a questionnaire to measure morale as others had done, he believed 
that a better method was to develop an instrument containing incomplete 
sentences. One-hundred incomplete sentences were created as items that 
^measured morale. These one-hundred items were then submitted to sixty- 
^ .seven teachers from various sections of the United States in order to 
^r !; detertnine which items were most suitable for inclusion in the instru- 
merit. From the responses, Suehr retained ^orty items. 

In arriving at a scoring bt°cediire from the resultant instru- 
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fl ad recommendations of the advisory committee. There was ho contact 
between scorers; however, they were given instructions to assign each 
sentence a point value based on the following five point scale; 0 for 
highly positive statements — denoting high morale, i for slightly posi- 
tive statements, 2 for neutral statements * 3 for slightly negative 
statements, and 4 for highly negative statements— denoting low morale. 

The instrument was found to discriminate sharply between high and low 
morale teachers in the Boulder, Colorado, Public Schools. 

Starting in 1955, Redef-er (1963) of New York University directed 
and coordinated the research activities of fifty graduate -students in 
the development of a series of teacher morale measuring instrument. The 
following instruments containing more than three-hundred fifty questions 
were developed: 

1. Instrument 100 — This instrument ( Teacher Opinionalre) was 

the basic morale measuring device arid consisted of one-hundred six state- 
ments with agree or disagree responses. The statements were organized 
under nine headings and were randomly distributed throughout . the instru- 
ment . 

2. Instrument iOl — About You and Your Community had forty- two 
items requesting factual information j opinions* and judgment about 
teachers and their relations with the school community where the 

;• teacher lives. 






3. Instrument 102 — You and Your; School Faculty contained ^seventy 
- questions on the teacher arid his relations with his colleiagues and wi 
^the, school administratioh^^.^*,.: /• vj- 
^ * l 1 !® trument* 103 -ftAb o u t'Yo u a s ( a^irdies^ ional^ Person cc 
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toward the educational profession; (2) thir ty-severi statements concerning 
the teacher’s satisfaction with ills way of life; (3) thirty-five state- 
ments asking questions about his present position; and (4) twenty-nine 
1 questions about selected personal data* such as salary, years of experi- 
f( encej wife’s occupations > education, and outside employment* 

5. Instrument 104 — Social and Professional Relations was a test 

' developed to reveal the personal structuring of a facility and the per- 
sonal distance between its members* ‘V 

6. Instrument 105 — If You Were i was designed to reveal the 
informal organization of the faculty by asking the teachers -to act as 
if they were the principal and to select various committees for various 
purposes . 

7 . Instrument 106 — -Speaking Frankly , used the incomplete sen- 
tences technique, asking the reader to finish the sentence with the 
first phrase that came to mind; 

Due to questions raised from the interviews and anecdotal analy- 
ses, the last three experimental instruments were developed in addition 
to the first four cited above . 

Redefer administered the seven instruments to a population of 
more than five thousand teachers in twenty-four cooperating school sys- 
terns. Redefer found the instruments to adequately measure the morale 
of teachers. Redefer f s findings are reported later in the chapter. 

Bentley and Rempel’s development of the Purdue Teacher Opin- 
.ionaire is the last instrument development study that will be considered. 
/tS; Iny Bentley and Rempel ’ s (1967a> p* 7) words: : 

Perhaps ;the .niost promising approach to the problem of measur- 

teacher morale, at iilie present tiinej, involves the use of- 
factor analysis methods. This approach involves placing 
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what is believed to measure morale into a coir relational matrix 
and then using appropriate factorial methods to identify vari- 
ous factors or dimensions. Item factor loadings may be con- 
sidered approximations of construct validity * Although there 
have been a number of studies of morale in industry and in the 
military setting using factor analysis, such studies are prac- 
tically non-existent in the teacher morale area. 



It is this factor analysis feature that makes the Purdue Teacher 
Opinionai re somewhat unique. The Purdue .Teacher Opinionaire (Morale 
Inventory) which was developed in 1961* consisted of 145 items selected 
and logically grouped to sample eight bafcegories pertaining to the 
teacher and his school environment: (ij teaching as an Occupation, 

(2) relationships with students, (3) relationships with other teachers, 
(4) administrative policies and procedures! (5) Relationships with the 
community, (6) curriculum factors, (7) working conditions/ and (8) eco- 
nomic factors. In the development of the instrument an experimental 
form was used and administered to fiver-htindred seventy teachers in 
twenty-two Indiana high schools; Schools were selected so that both 
township and city administrative units were included; Faculties ranged 
in size from ten to fifty-eight teachers. The final choice of items 
for the Teacher Opinionaire was based on internal consistency item 
analysis techniques. The Kuder-Richardson internal consistency reli- 
ability coefficients for the eight categories ranged from .79.. to * 98, 
with an overall reliability of . 96 , v!-’ y;, / . ^ 

Efforts were also made to determine the validity of the instru- 
ment against a criterion 6f peer -judgments made by fellow teachers. 

Mean scores for "high, j’ "middlfejV^a morale groups were" statis- 
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si snificant beyond, the 05 level (Bentley and Renipelj. 1963) • V,; 
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The Opinionaire was then revised oathe. basis of comprehensive 
factor analysis studies (Rempel and Bentley, 1964) made with respect 
to the total teacher sample and also with respect tb the "high.*'* 
"middle," and "low" morale groups; These studies made it possible 
to define the dimensions of morale more dearly and to reduce the num- 
ber of items from 145 to 100; The following' morale categories were 
identified by the factor analysis: (i) teacher rapport with '-■principal, 

(2) satisfaction with teaching, (3) rapport among teachers, (4) teacher 
salary, (5) teacher load, (6) curriculum issues, (7) teacher status, 

(8) community support of education; (9) school facilities arid services, 
and (10) community pressures •. , -V • v'in s 



Chapter III, the instrument development section j explains in 
fcieater detail how the reliability aiid_ validity of the instrument were 
established. Supporting data, such as the reliability method and coef- 
ficients, are also included along with studies that have found the 
Opinionaire to be a valid and reliable instrument for the purpose of 
Measuring and assessing morale'; d ^ 1 - :: 

Related Literature and Research Pertinent to the - \ 

- Hypothesis of ■■ 'this S tudy " ; ; •« :• .~C -hi 

Inasmuch as several key researchers in tlie field, notably 
Blocker and Richardson (3.963) , have indicated that most of the; research' 
.prior to 1960 was naively designed, of iittle vdlUe, and that most of 
;^>the devices or instruments were 'riot: validated agaihst any ; exterhai v ^. H 
J S ^iterion, only several past research' stUdifes bf importance will be . 
v ^viewed . Emphasis"' will he placed oh recent research of importance ' ; 
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multidimensional aspects of morale* many of the earlier key studies were 
| reviewed for their historical significance. This section will be con- 
| cerned with recent research concerning the variables identified in the 
objectives. 

Study after study (Bidweil* 195 5 ; Redefer* 1959 ; Davis et al.^. 

1963; Pryor, 1964; Wood, 1968) have indicated that the admiriistratot 
| is a key person with respect to morale/ , . tJitk vittbally the same envi- 
\ ronmental factors operating, high ot low morale can be induced depend- 
| ing upon the behavior pattern of the administrator of the school; 

Davis et al. (1963, p. 411) concluded their review o£ the morale 
research for the years 1958-63 by saying* %, The immediate supervisor 
\ or administrator is extremely important to a teacher *s morale; Demo- 
cratic administration can offset the effects of other factors that 
tend to produce low morale.” ' ■- ■?.= i; / -V/ V ; ' 

The matter of salary and its effect on morale has long been 
studied. Two early articles cite salary ks the major reason teachers 
leave the profession and the factor of most importance if morale is ; 
to be raided (Texas Outlook, 1955; Miller V 1959) ; Chandler (1959) 
and Mathis (1959) reported on the relation between types of salary 
schedules (merit versus nonmerit) and teachei: morale; they concluded 
!“ that the type of pay plan in a school system was not a significant 
variable by itself in determining the morale level of teachers. No 
study was found which did not emphasize salary as being ''ah/important::/;’.//-’- 
factor in determining morale. Blocker and Richardson (1963, p/ii208) , ; 

//•l; however, state, ,, 'Stt&ies/vhicH" , emph 



salary , as being/ 
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Locke (1968, pp. 11-12 ) > perhaps, best summarized the effect 
salary has on morale when he wrote; 

In our culture at least there is no limit to the amount of 
pay that most men would like (ideally) to have. Human wants, 
are, for all practical purposes unlimited. ; i . < However, indi- 
viduals do not use infinite wealth as their sole standard in 
evaluating their pay. They also appraise it in terms of the 
perceived discrepancy between it and the minimum p ay required 
to fulfill their present needs (or their pay relative to that 
of other people around them doing similar work) * Their pay 
satisfaction results from comparing their actual pay with 
both their "practical ideal" (minimum adequate) and the amount 
that would fulfill all of their economic wants (ideal maximum) •. 



| Numerous other factors besides administration and salary influ- * 

| ence the morale of teachers. Richardson and Blocker (1963) Rafter a 

i ■ review of the literature, defined twelve areas into which most of the 

• -f . ■ -} ■ . ;/v : :.•/ ■ .* : ■ /. ' V ■ ^ ‘ ■ ; 

attitudes commonly associated with morale appeared to fit: coimmmica- 

tion; relations with immediate supervisor; confidence in admiriisti* a- 
h tion; relations with fellow employees; relations with students; status 
: an d recognition; identification vjith ihstitutibn; professional growth / 
j. : and advancement; adequacy of salary; adequacy of fringe benefits; work 

[ environment; and, work load. Kirkpatrick (ll v 64) y af ter a searbh of 
[ the literature, reported that the following; factors were major elements ; . 

l n j°b satisfaction: formal relationships with administration, quality 

j; : of leadership , job situation, work situation attributes, and salary. 

I Johnson (1.967) , in a recent review of the literature! reported four- 

teen factors generally accepted as contributing to teacher satisfaction 
or dissatisfaction. The factors identified were: V. achievement , recog- 
! nition, interpersonal relations, responsibility*. advancement, salary, 

| job security , personal life, / sta tus| working conditions, policy and 

;: a dnij;hl s trn tion , supervision, and' the vioric itself. V..,-- 'V ‘ 
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One of the earliest studies which attempted to identify the fac- 
tors in the teaching environment which affected morale was reported by 
Cralle and Burton (1938). Among the maj or caiises of dissatisfaction 
were: no participation in policy decisions* too heavy work load* 

unfair criticism, arbitrary reassignments * salary policy* and lack of 
supervision. ^ V- 

Kedlund and Brown (1951) conducted a survey in New York State 
which identified several conditions as being most critical in causing 
teacher turnover. Among these were insufficient salary* inadequate 
advancement opportunities, classes too large, and unsatisfactory sup- 
port in discipline. 

Redefer (1959) in a comprehensive study of 24 school systems 
involving 5,000 teachers suggested that improvements in teacher morale 
could be made by concentrating on four major areas: board of education 

and administrative relations* personnel practices arid policies * school 
equipment and supplies, and educational leadership' of the school system. 

In addition to the factors in the teaching environment which 
affect morale, certain personal factors affect the morale of teachers, 
t ; i*e t> age, education, sex, years of experience* and marital status.. 

| . Certain personality factors also contribute to the morale of teachers. 

, The National Education Association Research Bulletin (1969) reported 
that women are more contented in their teaching positions than are men 
; ; \,/' v ^lth the exception of work load and working conditions. Single women 
; were the least happy group in attitude toward the school* the job* and 
load. Redefer (1964) however, found no relationship whatsoever 



Vti:ewi morale and marital status or sex. In fact, ho found no causative 
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relationship between morale and training i He stated that morale was high 
when teachers felt personally committed to teaching* and low when the 
principal was more concerned with his own status than the growth of the 
faculty. A number of researchers* however* have found sex to be highly 
related to teacher morale. Brinkman (1966)* who used the Purdue Teacher 
Opinionaire in a study of the factors related to the morale of teachers 
in three junior high schools* reported that female teachers had higher 
morale scores than did males. She found that the teachers who had 
taught the longest in a junior high school had the lowest mean morale 
scores. She also observed that the teachei;s with* tiie most years of 
teaching experience in elementary schools j>irior to junior high teach- 
ing tended to have the highest mean morale scores • 

Mason (1961) reported that among male first year teachers, those 
most satisfied with teaching were rioncertified and did hot have their 
bachelor degrees; those least satisfied were certified and were taking 
graduate work. On the other hand, vocational teachers with varying 
degrees of experience, and with no academic work beyond the bachelor 
degree had significantly lower morale than teachers with advanced work 
(Romp el and Bentley, 1963). Zinser (1967) reported that teacher morale 
varies with sex, experience in teaching, stubbornness* self-confidence, 
and sensitivity to criticism. The teachers with the highest morale are 
female, beginning teachers or ones with six or more years experience, 
and not stubborn. Gubser (1969) also reported that older teachers' had 
higher morale than younger teachers, a finding supported by Ehresman 





The Nati onal Ed ucatio n Associ a tion Resear ch Bulletin (1969, p. 



; 5) explained the age variable in the following mariner: 

Many studies suggest that between age 20 and age 65, the 45 
years of marketable usefulness can be divided into three 
parts. From the early 20 T s to late SO’sj a person tends to 
be "future oriented' 1 ; that is, he is concerned . with the 
rewards to come, and therefore shrugs off many dissatisfac- 
j tions. From the late 30’s to early 50's, he tends to be 

oriented to the present, the unrealized aspirations become 
quite real, and he must reconcile his record v;ith his 
aspirations. To protect his ego, he may find fault with 
the work environment, and thus * job satisfaction for this 
age group is usually lover than for those younger or older. 

I From the early 50 T s to the end of his working years, a per- . ' 

■; son tends to become "reality 1 oriented" ; that is, he can 

i look at himself and his career objectively; If he views 

his accomplishments positively, he continues to have high 
J job satisfaction and to produce at a high rate; On the « 

• other hand, if he is dissatisfied , he may continue plod- 

ding away at his work in anticipation of retirement; 

Several studies have indicated that high teacher morale results 
in better instruction and better student achievement (Anderson, 1952; 



Koura, 1963) . In addition, several studies (Hodges, 1958; Lolis, 1962) 
have indicated that high morale teachers have better rapport with stu- 
dents and their parents. 

Kuhlen (1963) administered the Edwards Personal; Preference 
Schedule , a job satisfaction rating scale* and a questionnaire related 
to need satisfactions of 10S male and 95 female teachers.. The teachers 
were quite satisfied with their careers, but both, sexes agreed that 
individuals with strong need for autonomy, sue co ranee , abasement, and 



aggression would likely be frustrated. Among the male teachers par- 
ticularly, high achievement needs tended to produce dissatisfaction, 
but the men tended to be satisfied if 1 they perceived teaching to be 
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Charters (1965), in looking at the relation of morale to turnover 
among teachers, indicated that age and sex were strongly related to 
teacher mobility/ By the age of 50* few males in the St. Louis area were 
found to be teaching. Females left teaching temporarily for family rea- 
sons, but returned to become immobile until retirement* 

The only study in the literature that dealt strictly with a siz- 
| able rural population was conducted by Dennis (1954) / The study was 
intended to include all teachers within the State of Wyoming except 
those teaching in toms or cities ’with populations of more than 2,500 
people. Of the 1,338 questionnaires distributed'* 62 per cent were 
returned. His findings indicated the folitwing factors which comprise 
teacher morale or affect job satisfaction: (1) Community lack of prog- 

ress to provide comfortable living quarters, recreational opportunities, 
medical facilities, and transportation, (2) insufficient administration 
and supervision of schools, (3) poor physical facilities* (4) teacher 
salary problems, (5) inadequate teaching materials ahd equipment* and 
(6) low teacher status in the community . 

Dennis supported earlier findings on the importance . of adminis- 
tration by stating, "The fact that teachers did not understand school 
policies and in many cases received little or no supervision indicated 
administrative laxity based on lethargy or incompetency" (p. 126) . 



; ^ Summary : 

It appears evident from an examination of the literature that 
the attention of educational administrators is being drawn increasingly 
to the area of staff morale. While it is riot yet convincingly demon- 
's that there is any significant relationship between morale and 
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productivity, there is general agreement that, quite apart from any 
effect morale might have on teaching effectiveness, high morale is 
desirable. 

A review of the literature indicated that only one major study 
(state-wide) on rural teacher morale had beeh conducted in the past 
20 years (Dennis, 1954). The literature review indicated that few 
studies have concerned themselves with the relationship between 
teacher morale and teacher turnover. No study was found which exa- 
mined the relationship between morale and salary increments received. 
Finally, few studies have concerned themselves with the relationship 
betv:een morale and school accreditation level (supposedly a measure 
of educational quality). Therefore, the hypotheses under investiga- 
tion would seem to be appropriate. 
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CHAPTER III 
METHODOLOGY 

Sam pling Procedures 

| • . 

| The population from which the sample was taken consisted of all 

g- high school districts in North Dakota whose. 1968-69 high school enroll- 

cl ’ ' 

b ment (grades 9-12) was 400 or less.* Teachers within those districts 

I" * ' ' - ' 

K : : : - : i 

| during the 1969-70 school year formed the teacher * population for 

it 1 

&* ■ . ;■ 

I', research questions one,. two and four which were proffered in Chapter I. 

e 1 

I) ■ . 

Teachers within those districts who taught in the same district as well 

jr . 

I the previous year (1968-69) formed the teacher population for objective 

jj ‘ . - . - 

t three. . * 

p 

y The sample was obtained from school districts selected, as repre- 

l ' sentative of eight regions into which the state was divided according to 
? the map included in the 1970 North Dakota Title III, ESEA Assessment of 
j . Educational Needs (see Appendix A). Forty-six high school districts 
accredited 2A or lower (the smaller districts with less than 400 sec- 
ondary enrollment) were randomly selected from the population. 

The criteria used for determining the number of districts to be 
selected for each region were regional enrollment figures and the num- 
ber of districts of each accreditation level within each region (see 
:V Table 1). There were 29,372 pupils enrolled in the 265 school districts 
| having a high school enrollment less than 400 students. Twenty-six 
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school districts were randomly selected from the 155 school districts 
having less than 100 pupils enrolled in high school; thirteen school 
districts were randomly selected fi-om the 75 school districts having 
100-199 pupils enrolled in high school; finally* seven school districts 
were selected from the 35 districts having 200-399 students enrolled in 
high school. Based on the number of pupils aiid districts of each 
enrollment category within each region* these figures were distributed 
among the regions. A table of random numbers was used to select spe- 
cific districts. Appendix B lists ‘the selected schools. With the 
exception of Oak Grove High School* all sampled schools met the defi- 
nition of rurality as defined in Chapter I. 

Instrument Used 



Description 

The morale measuring instrument used in this study was the 
Purdue Teacher Opinionaire which was copyrighted in 1967 by the Purdue 
Research Foundation. Ralph Bentley and Aver no Rempei of Purdue Univer- 
sity developed the instrument. It was selected over others considered 
(Redefer and Suehr) because of its ease of administration and its 
adaptability to data processing and statistical analysis. As will be 
described later in the chapter, the validity and reliability of the 
Opinionaire as a morale measuring instrument have been satisfactorily 
established by statistical analysis and other studies using the ihstru- 
| meht. Finally, the multidimensional aspects of the instrument in mea- 
| . suring morale ueemed appropriate based \ori the results of the literature 
7 .review. . ; ,77 ' . •• 7 77- V • ■ -7 7 - 7 >7' ‘■'■7 : 7viv7 :i: 
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The Purdue Teacher Opinionaire was designed to provide teachers 
with the opportunity to express their opinions about their work and 
various school problems in a particular school situation* The Opinion- 
aire contains one-hundred items ; Respondents to the Opinionaire were 
asked to indicate whether they agreed ^ probably agreed $ probably dis- 
agreed , or disagreed with each statement.* Individual responses were 
scored on a 4-3-2-1 basis with the 4 weight given to the preferable 
response. The Opinionaire has ten factors and a total morale score. 

Each factor score was obtained by adding together the weights assigned 
to the items which comprise the f acttir * The total morale scbre was 
obtained by adding together the ten factor scores /';•/ 

The discussion which follows will identify the factors contained 
in the Opinionaire and interpret their meanings 



Interpretation of- the Factors * , V • -ly-s&s—' 

Rempel and Bentley (1964) reported that eight factors o£ morale 
were originally defined by factor analyzing the experimental form of 
the Purdue Te a cher Opinionaire ( Purdue Morale Inventory) * The factor 
analysis procedure employed was a principal components analysis of the 
image-covariance matrix followed by an oblique (Carroll biquartimin) 
rotation of the extracted factors. Three additional factor analyses 



Were conducted in which the same data were treated for (1) this top 
quarter or high morale group, (2) the middle half or middle morale 
group , and (3) the bottom quarter or, low morale group ] From these 
factor analyses, two additibrial factors were identified* Therefore, 
:v:'fehe^ jPiii:due. Teacher Opinionaire has teiv ;f actbr s dir dimensions; of 
-morale. Each factor*' has at ieasfc/five items to : define the factor.- 

■■ 
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Bentley and Rempel's (l9(S7dj £ i 4) interpr of each of the 

factors is presented in the following paragraphs:: 

Factor 1 -"Teacher Rapport with Principal" deals with the teacher's 
feelings about the principal— his professional competency, his 
interest in teachers and tiieir work* his ability to communicate, 
and his skill in human relations. 

Factor 2 - "Satisfaction with Teaching" pertains to, teacher rela- 
tionships with students and feeling of satisfaction \% T ith teaching. 
According to this factor, the high morale teacher loves to teach, 
feels competent in his job* enjoys his students* and believes in 
the future of teaching as an occupation* 

Factor 3 - "Rapport Among Teachers" focuses on a teacher's rela- 
tionships with other teachers / The items here solicit the 
teacher's opinion regarding the cooptation i pte^ ^ ethics * 

influence, interests, and competency of his peers i 

Factor 4 - "Teacher Salary" pertains pi imiari^ 

feelings about salaries and salary policies i :• Are salaries based 
on teacher competency? Do they compare favorable with salaries y 
in other school systems? Are salary policies ddmiriistered fairly 
and justly, and do teachers participate in the development of 
these policies ? 

Factor 5 - "Teacher Load" deals with such matters as record- 
keeping, clerical work, ^redtape^" community demands on teacher 
time, extra-curricular load* and keeping up to date profession- 
ally. V/v;//:!.. • ' ... ; .7! • V ; V;'\- ; 7; \ /• 

Factor 6 - "Curriculum Issues" solicits teacher reactions to the 
adequacy of the school program in meeting student needs , in pro- 
viding for individual differences, and in preparing students for 
effective citizenship;* • • ./’• V' 1 - ; v’; ' v !?*■ ; "tV; 

Factor 7 - "Teacher Status" samples feelings about the prestige, 

security, and benefits afforded by teaching Several of the 
items refer to the extent to which the teacher feiels he is an ;; 

• accepted : member of the community s • '* 

Factor 8 — "Community Support of Education^ deals vjith the extent ^ 

to which the comr, unity understands and,, is willing to support a 
"V sound educational' program. ■■ 

Factor 9 - "School Facilities and Services" has to do with the 
•adequacy of facilities ,v supplies , and equipment j;,jand ^the i“ 
ciency of the procedures if or- obtaining mater iais and services . 
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